Organizational change cynicism is the situation that includes negative attitudes of the employees towards the changes in the organizations. Organizational commitment means the involvement of the employees into the organizations by being identified within the organizations. The aim of this study is to determine the organizational change cynicism levels and organizational commitment levels of teachers and to find out the correlation between the organizational change cynicism levels and organizational commitment levels of teacher. 352 primary and elementary school teachers working in Denizli took part in this study. According to the research results, the organizational change cynicism level of teachers is low, the organizational commitment level is high and the correlation between organizational change cynicism and organizational commitment is high. This study is a part of master thesis with the title "Öğretmenlerde Örgütsel Değişim Sinizmi ve Örgütsel Bağlılık Düzeyleri Arasındaki İlişki" which was supported by Research Fund (2018/TP003) of Uşak University.
Introduction
Everything in life undergoes change. The era in which we are living involves the economic, social, cultural, political, societal and technological changes (Erdoğan, 2015) . Organizations are also in a state of change. That's why, organizations make an effort to serve, find solutions to the problems and adapt to the changes. Appropriate methods and strategies should be embraced to make the change process successful. Moreover, leaders and managers should have efficient knowledge and information in managing the change (Helvacı, 2015) .
Organizational change is a non-linear phenomenon that does not have any explicit beginning and endless process. Therefore, the change process can be perceived as eternal and confusing. Effective changes clamp the many developmental efforts together. A success can trigger the other success. In the organizations, the change can become in the ascending order and descending order. Hence, everyone in the organizations should act in a body. Organizational change has a personal dimension as well. The beliefs and values of the employees in the organizations are crucial in terms of the successful change process (Moran and Brightman, 2000) . negative situation (Adorno et al., 1950; Turner and Valentine, 2001 ). According to Maslach and Reichter (2016) , cynicism is a situation which has hostile and separatist reaction. This situation develops as a response to excessive emotional exhaust. At the same time, cynicism can appear when the employees are not behaved rightfully.
Organizational Cynicism
Organizational cynicism is an attitude which shows up in terms of beliefs, emotions and behaviors. That's why, organizational cynicism can appear because of many reasons. Organizational cynicism is an important motive that affects the organizations and the employees (James, 2005) . Organizational change cynicism involves reactions to the past unsuccessful changes and makes the change leaders lose their faith. Many employees may show resistance to the change process which results in organizational change cynicism. This situation can be described as a belief that there isn't any integrity in the organization (Reichers et al., 1997; Grama and Todericiu, 2016; Bommer et al., 2005) .
The organizational change cynicism, seen among the employees, is an unwanted result that decreases the effect of change efforts. Human resources units have crucial impacts on the change cynicism among the employees. When the employees have low cynicism, they behave understandingly towards the human resources units. Otherwise, the employees can show unfavorable behaviors against the human resources units. When the human resources units have strategic change agent roles, the change cynicism levels of the employees may be decreased. In addition, the human resources units should have efficiencies to make successful changes (Brown et al., 2017) .
Organizational Commitment
Organizational commitment is described as the affiliation of the individuals' emotions with the organization. Organizational commitment is also known as the presence of the involvement of the employees in the organizations (Kanter, 1968; Buchanan, 1974; . According to O'Reilly and Chatman (1986) , organizational commitment is a physiological interest felt by the individuals in the organizations. According to Güney (2007) , organizational commitment is the feelings and attitudes shown toward the organizations. Organizational commitment is a more general phenomenon than job satisfaction because organizational commitment is devoted to both organizations and job.
According to O'Reilly and Chatman (1986) , there are three dimensions of organizational commitment: compliance commitment, identification commitment and internalization commitment. Compliance commitment is a type of commitment that is based on rewards. The employees who have compliance commitment stay away from punishment. Identification commitment means the degree by which the employees are proud of their organizations. Internalization commitment means the harmony between the individuals' values and beliefs.
The employees who have high organizational commitment will have high performance, motivation and job satisfaction. That's why, organizational commitment is very important in terms of the functionality of the organizations. Also, organizational commitment is in a negative correlation with job leaving and low performance (Ersoy and Bayraktaroğlu, 2012) .
Just as all organizations, educational organizations can be affected by the change process. That the educational organizations are influenced by the changes have an impact on organizational change management and organizational commitment. Unsuccessful change management in the educational organizations can reveal resist against the change, change cynicism and low organizational commitment. With successful change management, the employees will not show any resist against the change process. As a result, low change cynicism and high organizational commitment can be seen among the employees. In this way, both the employees in the educational organizations and the students will be successful.
To evaluate the organizational cynicsm in Turkish schools, the following research questions were examined: 1) What is the organizational change cynicism level of teachers?
2) What is the organizational commitment level of teachers?
3) What is the correlation between organizational change cynicism and organizational commitment?
Method
With using survey method in this study, it is aimed to determine the relation between the levels of organizational change cynicism and organizational commitment of teachers working in the schools in Denizli province of Turkey. The population of this research involves the primary and elementary school teachers. The research sample is 352 teachers in total. The demographic variables of the research are presented in Table 1 .
Two research data collection tools were used in the study. The first one is "Organizational Change Cynicism Scale" which was developed by Helvacı and Çavdar (2017) . The second scale is "Organizational Commitment Scale" which was developed by Balay (2000) . "Organizational Change Cynicism Scale" consists of 17 items. The scale has three dimensions: cognitive dimensioın has six items, affective dimension has five items and behavioral dimension has six items. The scale is a 5-point likert-type scale. Each item is graded with "1=Not at all", "2=To a slight degree", "3=To a moderate degree", "4=To a great degree" and "5=Totally agree". "Organizational Commitment Scale" consists of 27 items. The scale has three dimensions: compliance dimension has eight items, identification dimension has eight items and internalization dimension has eleven items. The scale is a 5-point likert-type scale. Each item is graded with "1=Not at all", "2=To a slight degree", "3=To a moderate degree", "4=To a great degree" and "5=Totally agree". The eight items of the scale (1., 2., 3., 4., 5., 6., 7. and 8. items) were coded reversely. and 210 males (59.7 %); 131 classroom teachers (37.2 %) and 221 branch teachers (62.8 %); 72 (20.5 %) 1-5 years seniority teachers, 109 (31%) 6-10years seniority teachers, 52 (14.8 %) 11-15 years seniority teachers, 55 (15.6 %) 16-20 years seniority teachers and 64 (18.2 %) 21 years and over seniority teachers; 16 (4.5 %) associate's degree teachers, 296 (84.1 %) bachelor's degree teachers, 38 (10.8 %) master's degree teachers and 2 (0.6 %) doctor's degree teachers. Also, there are263 (74.7 %) 1-5 years working duration teachers, 56 (15.9 %) 6-10 years working duration teachers, 20 (5.7 %) 11-15 years working duration teachers, 11 (3.1 %) 16-20 years working duration teachers and 2 (0.6 %) 21 years and over working duration teachers in the research.
KMO value of the "Organizational Change Cynicism Scale" is 0.893 and Barlett sphericity result is significant (x2=2283.270, p<.01). Five items were removed from the scale and the reliability result of the scale was calculated as 0.89. KMO vallue of the "Orghanizational Commitment Scale" is 0.939 and Barlett sphericity result is significant (x2=5726.789, p<.01). Two items were removed from the scale and the reliability result of the scale was calculated as 0. 94. In order to analyze the data, SPSS v18.0 software was used. Descriptive analysis was performed to show the percentage, frequency and the mean results. Pearson correlation analysis was used to determine the relation between the organizational change cynicism and organizational commitment levels of teachers.
Findings
The levels of teachers' organizational change cynicism are presented in Table 2 . Table 2 , the cognitive level of the teachers is low (x̄=2.23), the affective level of the teachers is moderate (x̄=3.39) and the behvioral dimension of the teachers is very low (x̄=1.61). The level of the total organizational change cynicism is low (x̄=2.16). The levels of teachers' organizational commitment are presented in Table 3 . Table 3 , the compliance level of teachers is very high (x̄=4.29), the identification level of teachers is moderate (x̄=3.30) and the internalization level of the teachers is high (x̄=3.71). The level of the total organizational commitment is high (x̄=3.78). The relation between the organizational change cynicism and organizational commitment levels of the teachers is presented in Table 4 . Table 4 , the relation between the organizational change cynicism and organizational commitment levels of teachers is low, negative and significant (r=-0.394, p<.01).
There are positive and significant relations among the dimensions of organizational change cynicism levels. The relation between the cognitive leveland affective level is moderate, positive and significant (r=0.519, p<.01). The relation between the cognitive level and behvioral level is moderate, positive and significant (r=0.544, p<.01). The relation between affective level and behavioral level is low, positive and significant (r=0.298, p<.01).
There are positive and significant relations among the dimensions of organizational commitment. The relation betweeen the comliance level and identification level is moderate, positive and significant (r=0.431, p<.01). The relation between compliance level and internalization level is moderate, positive and significant (r=0.558, p<.01). The relation between identification level and internalization level is moderate, positive and significant (r=0.650, p<.01).
Results, Conclusions and Recommendations
The organizational change cynicism level among the primary and elementary school teachers working in Denizli have low organizational change cynicism. Just as this study, Kahveci and Demirtaş (2015) found out the organizational cynicism of teachers at low level. Helvacı and Çetin (2012) reveled in their study that the organizational cynicism levels among 311 teachers working in Uşak are low. However, according to Polat and Güngör (2014) , the level of organizational change cynicism among 715 teachers is moderate and job satisfaction is high.
The organizational commitment level among the primary and elementary school teachers working in Denizli have high organizational commitment. Kushman (1992) found out that the organizational commitment among the teachers is high and this situation helps the teachers and students become successful. Zan (2016) revealed that the organizational commitment is high among the 63 teachers. According to Rainayee and Khan (2012) , the organizational commitment is high among 200 teachers and makes them successful.
In this study, it has been found out that the relation between the organizational change cynicism and organizational commitment is negative. According to Wanous et al. (2000) , there is a negative correlation between the organizational change cynicism and organizational commitment. Barton and Ambrosini (2013) revealed that organizational change cynicism decreases the organizational commitment and this brings about low performance among the employees. Abraham (2000) found out in his study that organizational change cynicism causes low job satisfaction and alienation. This situation affects the organizational commitment adversely.
Teachers should be included in the change process and the aims of the change should be relayed to the employees clearly. The changes should be carried out in line with the needs. Teachers and school principals should be trained to manage the changes successfully. Both male and female teachers should have equal responsibilities and rights in the school environments. School principals should support the teachers during the change process and help them become motivated. Also, school principals should be in social and cultural activities together with the teachers.
